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The issue of job satisfaction has been in discussion for long time around the world. 
Nowadays, researchers are more interested to study about job satisfaction due to 
global development in various fields, especially those related to information 
technology (IT) areas. Paradoxically, many IT research reports claim that investment 
in IT does not directly contribute to higher organizational performance, such as 
productivity. It is generally acceptable, the fact that high job satisfaction at 
workplace contributes to higher performance quality. As such, this research seeks to 
study relationship between IT usage and job satisfaction, focusing on people who are 
always attached to IT facilities in their work. The findings of this study are important 
as many organizations now work around IT infrastructure, especially university 
administrators. Normally, if the job satisfaction is high, then performance quality of 
the organization will be high and vice-versa. Therefore, it is crucial to investigate the 
antecedent of what makes job satisfaction high, such as IT and its supporting 
attributes. In this study, it focuses on the relationship between the three sections in 
the structure of the study, namely independent variable (demography), first 
dependent variable (IT usage in administration) and second dependent variable (job 
satisfaction). The quantitative method is applied to collect all data for this study 
which is known as survey approach. Questionnaires are finalized and sent to UTHM 
administrators and 277 sample respondents are gathered. Survey data are analyzed 
through statistical method of analysis using SPSS. Three domains of IT usage in 
Administration, namely Training, Strategy and Data Quality, are compared with 6 
demographic elements. T-test, One-way ANOVA and the Least Significant 
Difference (LSD) test are applied to identify the level of three IT usage in 
Administration domains and their significant differences. Methodological tool of 
Pearson correlation is used to analyze relational the relationship between IT usage 
and job satisfaction. This study found that the relationship between IT usage and job 
satisfaction, among university administrators, is positive and highly correlated. 
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ABSTRAK 
Isu kepuasan kerja telah dalam perbincangan untuk masa yang panjang di seluruh 
dunia. Kini, penyelidik lebih berminat untuk mengkaji tentang kepuasan kerja kerana 
pembangunan global dalam pelbagai bidang, terutamanya perkara yang berkaitan 
dengan teknologi maklumat (TM). Anehnya, banyak laporan kajian TM melaporkan 
bahawa pelaburan dalam TM tidak menyumbang secara langsung terhadap 
peningkatan prestasi organisasi, seperti produktiviti. Secara amnya, ianya adalah satu 
fakta bahawa kepuasan kerja yang tinggi menyumbang secara positif terhadap kualiti 
prestasi. Oleh itu, kajian ini berhasrat ingin mengenalpasti hubungan antara 
pengunaan TM dan kepuasan pekerjaan, yang memberi fokus terhadap staf yang 
selalu menggunakan kemudahan TM di tempat kerja. Hasil dapatan kajian ini 
penting kerana kini, banyak organisasi beroperasi menggunakan infrastruktur TM, 
terutamanya golongan pentadbir universiti. Pada kebiasaannya, jika kepuasan kerja 
adalah tinggi, ini akan menyebabkan kualiti prestasi juga menjadi tinggi, dan 
demikianlah sebaliknya. Oleh yang demikian, ianya adalah satu perkara yang wajar 
untuk kita selidiki perkara yang menyumbang terhadap kepuasan kerja yang tinggi, 
seperti TM dan elemen yang menyokongnya. Kajian ini fokus terhadap perhubungan 
antara tiga seksyen dalam struktur kajian, iaitu pembolehubah tidak bergantung 
(demografi), pembolehubah bergantung yang pertama (pengunaan TM di kalangan 
pentadbir) dan pembolehubah bergantung kedua (kepuasan pekerjaan). Kaedah 
kuantitatif diaplikasikan untuk mengumpul data, iaitu kaedah kajiselidik. Soal selidik 
yang telah siap, dihantar kepada pentadbir UTHM. Sebanyak 277 soal selidik dari 
responden telah berjaya dikumpulkan. Data kajian dianalisa menggunakan kaedah 
statistik, SPSS. Tiga domain pengunaan TM oleh kalangan pentadbir , iaitu Latihan, 
Strategi dan Kualiti Data, dibandingkan dengan 6 elemen demografi. Ujian-T, 
ANOVA Sehala dan Ujian LSD diaplikasikan untuk mengenalpasti tiga tahap 
pengunaan domain utama pentadbiran TM dan perbezaan-perbezaan yang ketara di 
kalangannya. Alat metodologi, korelasi Pearson digunakan untuk menganalisa 
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hubungan diantara pengunaan TM dan kepuasan pekerjaan. Kajian ini mendapati 
bahawa hubungan antara pengunaan TM terhadap kepuasan kerja dan kalangan 
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 1CHAPTER 1 
INTRODUCTION 
1.1 Overview 
The present study empirically examines the relationship between information 
technology (IT) usage and job satisfaction on administration at the Universiti Tun 
Hussein Onn Malaysia (UTHM). The Universiti Tun Hussein Onn Malaysia 
Information technology is one of the 24th universities in Malaysia that provides the 
provision of education, research and training since its organization. Training, strategy 
and data quality in this university is an on-going effort to lead the programmer’s 
administration towards market-oriented value. It focuses on the staff through 
experiential learning for the production of human resources and well-trained 
professionals who can be needed to stimulate sustainable development.   
The information technology has been recently dominated all aspects of life. It 
is used in both formal and informal purposes to keep archives and documents save, 
easy to operate, sharing and transferring the knowledge (Al-Hammadany and 
Heshmati, 2011; Harry and Martin, 2010). Thus, played a significant role and 
provides accuracy and timeliness results. However, the real strength of information 
technology lies in the ability to link different systems to share information and 
exchange. Moreover, the utilization of the Internet and other information 
technologies has become prevalent among staff (Parvin and Kabir, 2011; Bokhari, 
2005).  Thus, it provides high level usage of IT to see the type of an institution that 
 2
will be needed to direct and manage the dissemination of technology within the 
university, and outlines the framework for standards by which they can achieve it.  
So far, a computer can maintain a database accurately and consistently; 
thereby it is required to improve the quality of information technology in order to get 
the high job satisfaction level (Dijk, 2009). Despite the importance of information 
technology in the workplace few empirical studies, such as (Parvin and Kabir, 2011; 
Floyd and Wolf, 2010; Harry and Martin, 2010, Steven and Schmidt; 2007) has been 
conducted that determines the effect of information technology on job satisfaction.  
The vital and significant worth of information technology and job satisfaction cannot 
be ignored (Danziger and Dunkle, 2005). Therefore, the information in the 
organizations needs to be managed effectively and systematically in order to raise the 
job satisfaction of the staff. Thus, it furnishes the motivation to see the relationship 
between IT usage and job satisfaction among non-academic staff at Universiti Tun 
Hussein Onn Malaysia (UTHM).  
1.2 Problem Statement 
In UTHM, it is generally found that among administrators to face the problem of 
software update. For example, staff using application software, such as Microsoft 
Excel, is facing difficulty in opening files. Excel files saved in newer version 
spreadsheet (MS Excel 2010) cannot be accessed on older Excel programme version 
(MS Excel 2007). At times, new Excel software has different command icons, tools 
and application settings. These differences cause time lost, difficulty in using new 
files and lower staff satisfaction. Such a situation affects staff performance, 
productivity, emotion, and quality of work.  
It is a common practice at UTHM, for older computer hardware to be phased and 
changed by new hardware system. This change is important for UTHM to keep up 
with technological advances in information technology due to bigger software 
capacity and processing power. This gives impact to problems such as new operating 
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system (Windows 7) is no longer compatible with older operating system (Vista). 
This situation can pose problems in transferring files between computers, opening 
related software and slowing down office work.  
Data sharing among superior and supporting staffs are becoming more problematic in 
this changing situation. For example, the superiors have used new computers and 
application software; and yet the staffs are still using the old ones. So, this situation 
cause difficulty in file exchange between superiors and his/her supporting staffs or 
vice-versa. The above mentioned problems in UTHM require better information 
technology strategy, proper training and higher data quality. 
Furthermore, information system applications and information technology (IT) are 
important for supporting high-functionality and management of university, such as 
UTHM. The sole emphasis of information technology usage is not only learning and 
education rather it also takes managerial and administrative tasks into account such 
as information management, staff records, academic information, curriculum 
information, data analysis, data classification to provide integrated and intact 
information (Danziger and Dunkle 2005; Huang and Hsiao, 2007).  Meanwhile, 
Malaysia is a country that aspires to achieve a developed nation status by 2020 
(Nyagetera, 2001). Therefore, this brings out just a point to focus on the balancing of 
IT usage and job satisfaction (Floyd and Wolf, 2010; Harry and Martin, 2010).  
Therefore, this study investigating the relationship between IT usage and job 
satisfaction in order to have a better perspective incorporating a case study conducted 
at Universiti Tun Hussein Onn Malaysia (UTHM). Thus, the findings could be 
transferred and applied for the betterment of countries like Iraq (Attar and Sweiss, 
2010; Al-Hammadany and Heshmati, 2011). 
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1.3 Research Questions 
Based on the overview and the problem statement of the study, three research 
questions are formulated that are described as follows; 
a) What is the level of training, strategy, data quality and overall IT usage in 
IT usage in Administration at UTHM? 
b) What are the significant differences between the elements of demographic 
components towards the elements of information technology usage? 
c) Is there any positive relationship between information technology usage 
and job satisfaction?  
1.4 Research Aim 
The aim of the research is to investigate on the relationship between information 
technology usage and job satisfaction in the administration sector at a Malaysian 
university.  
1.5 Research Objectives 
The objectives of the study are as follows; 
a) To measure the levels of usage of information technology in the administration. 
b) To study the significant differences between the demographic of the respondents 
and the use of information technology in administration. 
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c) To determine the relationship between the use of information technology and job 
satisfaction. 
1.6 Research Hypotheses 
The research hypotheses of the study are as follows; 
a) There is a high level of information technology used in the administration. 
b) There is a significant difference between the use of information technology 
and demography of the respondents. 
c) There is a positive correlated relationship between information technology 
usage and job satisfaction. 
1.7 Scope of the Research 
This study focuses only to investigate the relationship between information 
technology usage and job satisfaction among administrators at Universiti Tun 
Hussein Onn Malaysia. The results will be comparing in terms of levels of 
information technology usage based on Wiersma (1995) criteria; to determine the 
significant difference t- test, one-way ANOVA, and Pearson’s correlation is 
computed to measure the relationship between information technology usage and job 
satisfaction in administration at Universiti Tun Hussein Onn Malaysia . 
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1.8 Summary 
IT usage has been in discussion of the many topics. However, in this chapter the 
whole study discusses solely on relationship of IT towards Job satisfaction. To 
understand deeper in this topic we must investigate the influence among 
demographic with respect to IT usage. It is also impactful to study the relationship 
between IT usages and job satisfaction. Chapter 2 provides the relevant background 
of IT and job satisfaction based on previous studies on IT usage within 
administration sectors. Chapter 3 illustrates research methodology; the research 
model design and the instrument. Chapter 4 of the thesis scrutinizes the analysis and 
findings of the study. Based on the acquired results, a thorough analysis related to 
demographic elements of respondents and the elements of IT usage in administration 
and job satisfaction has included. Finally, Chapter 5 summarizes all the observation 
made in this study and then it goes on to some directions for future work and 
concludes the thesis. 
 
 2CHAPTER 2 
LITERATURE REVIEW 
2.1 Introduction 
The chapter presents the appraisal theoretical and empirical literatures which are 
related to this study. The chapter is divided into five different parts;  Technology and 
Information Technology; IT usage in administration, satisfaction and job satisfaction, 
job satisfaction in administration and the demographic of the study; the relationship 
between information technology usage and job satisfaction in administration; and the 
conceptual diagram used in this study followed by chapter summary. 
2.2 Technology and Information Technology 
According to the Oxford English Dictionary (1997) the word technology was derived 
in early 17th century from two Greek words tekhnē (art) + logia (craft) which 
eventually form the word ‘tekhnologia’ carrying the meaning, ‘systematic treatment’. 
Thus, technology is defined by the dictionary as “the application of scientific 
knowledge for practical purposes, especially in industry and organizations”. This 
definition is quite similar to the one suggested by Betz (1993) and Friar and 
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Horwitch (1986) “in which technology is applied science which conceives 
technology as a body of scientific and technical knowledge that is needed to 
innovate”. According to this view, technology lies between scientific knowledge and 
the productive activities derived from it. Thus, the function of technology is limited 
exclusively to the improvement and/or creation of new processes, products and 
services. Meanwhile, according to Sexton and Barrett (2004), technology is “the 
machines, tools and work routines used to transform material and information inputs 
(such as labor, raw materials, components and capital) into outputs (such as products 
and services). People are viewed as possessing knowledge, skills and motivation to 
perform a variety of tasks required to do the work of the firm”. 
According to Fernandez, et al. (1999), technology is “much more than 
machinery for it involves the practical application of scientific knowledge that is 
codified and easily accessible in addition to nonscientific knowledge that may be 
embedded in the culture of society or company, group, worker or inventor tasks”. In 
line with this, Ford and Saren (1996) divide technologies into three categories; 
product, process and market technologies. Product technologies include firm’s 
abilities to design particular types of products or services and embedded in staffs that 
know how to perform such design works. Meanwhile, process technologies refer to 
what a firm uses to manufacture or to produce particular products or services. Market 
technologies, on the other hand, enable a firm to relate its products and services to 
other firms’ requirements and to their technologies. Market technologies also include 
skills needed to manage firm’s relationships with other companies.  
Sathye (1999) defines adoption as “the acceptance and continued use of a 
product, service or idea”.  A study by Mols et al. (1999) reveals that the diffusion of 
electronic banking is more determined by customer’s acceptance than by the seller 
offerings. O’Connell (1996) demonstrates that the explanation for slow growth of 
electronic banking is caused by security concerns, lack of knowledge about 
availability of such a service, electronic banking sites being not user friendly and the 
lack of access to computers or the Internet. Reports state that new technology 
adoption by the majority of the customers depends mainly on awareness, ease of use, 
safety and security, cost of the Internet banking, reluctance and lack of computer or 
Internet access (Aliyu et al. 2012; Wallis, 1997).  
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Shrivastava and Souder (1987) also have identified three distinct dimensions; 
hardware or machine technology, work sequencing or workflow dimension 
(sometimes known as procedural technology) and knowledge technology.   
Knowledge technology is the knowledge used in either inventing or designing 
technical systems, new products or in performing the work itself.  
Wilson (1986) and Hickson et al. (1969) define technology as the know-how 
about the transformation of operational technologies and processes, material 
technologies and knowledge technologies. Based on the above considerations, 
technology at the company level can be defined as the output and the principal input 
of the innovation process and reflects the volume of knowledge, competencies and 
capabilities that the company possesses at a given moment in time Nieto and Pe´rez-
Cano (2004).  
The use of the Internet and other information technologies has become 
prevalent both in business and governments around the world (Danziger and Dunkle 
2005). While information technology can be used to great advantage even in 
isolation, its real strength lies in the ability to link different systems to share 
information and exchange. It provides a high level of information technology to see 
the type of institution that will be needed to direct and manage the dissemination of 
technology within the university, and outlines the framework for standards by which 
they can achieve it.  
2.3 IT usage in Administration 
Information technology (IT) can be defined as “the acquisition, processing, storage 
and dissemination of vocal, pictorial, textual and numerical information by a 
microelectronics-based combination of computing and telecommunications” 
(Longley and Shain, 1985). The term in its modern sense first appeared in a 1958 
article published in the Harvard Business Review, in which authors Leavitt and 
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Whisler commented that “the new technology does not yet have a single established 
name. We shall call it information technology”. 
A report prepared by the MnSCU IT (1999) strategic planning team provides 
the following guiding principles: 
1-IT must support the institutional missions of Malaysian Universities. 
2-IT must enhance learning. 
3-IT must be reliable, user-friendly, and appropriately accessible. 
4-IT must balance common, diverse and unique needs of the campuses. 
5-IT must be visionary and dynamic. 
6-IT investment in people must balance the investment in technology. 
7-IT must be customer-driven. 
8-IT must manage expectations, cost and effectiveness. 
These identified principals can be applied by using technical tools to perform 
all the processing fit of the data to ensure high-quality performance and satisfactory 
results while maintaining an orderly and problem-free environment. However, from 
the perspective of the researcher and assumptions, the IT usage in administration 
impacting can be more effective through training, strategy and data quality.   
2.3.1 Training 
Formal training in organizations is “a structured learning that takes place in a 
classroom environment”, where “learners are removed from the day-to-day work to 
engage in lectures, discussions, simulations, role plays, and other instructional 
activities” (Enos et al., 2003). 
According to Bassi and Van Buren (1999), formal training is the educational 
approach most widely used for management development. However, while formal 
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training is “one answer to helping people learn, that training is not sufficient to meet 
the request of continuous learning that was found by organizations” (Marsick and 
Watkins ,1992) .  
The learning needs of managers are complex where evolving organizations 
cannot be met by formal training alone (Watkins and Marsick 2003). Stakeholders, in 
fact,  reports that “they increasingly use informal learning merged with work 
activities to drive individual, work group and organizational learning and change”. 
As one respondent said that: “We have observed that managers and even employees 
are not interested in any activity related to their job. If you don’t merge [learning] 
with people’s work, they might not take advantage of it” (Watkins and Marsick, 
2003).  
Informal learning is “a broad term that covers many kinds of learning from 
experience” and may include a range of strategies including “self-directed learning, 
networking, coaching, mentoring, performance planning systems that are used for 
developmental purposes and trial-and-error” (Marsick and Watkins, 1992). 
Morrison and Hock (1986) argue that on-the-job work experiences, as one 
form of informal learning, are the main source of learning for individuals in 
organizations. Regardless of the strategy, Marsick and Watkins (1992) propose that 
informal learning “can be planned or unplanned, but it usually involves some degree 
of conscious awareness that learning is taking place that describe the informal 
learning process as follows: 
“Learning begins with a trigger of surprise or discomfort that prompts 
intentional reflection on experience. Reflection, in turn, leads to a search for new 
information, challenging of one’s own initial beliefs and experiments with new 
thinking, behaviors and feelings”. This trigger of surprise or discomfort, then, leads 
to informal learning in order to fill a need. This need could be met through any of the 
above informal learning strategies. Given the important outcomes of informal 
learning, it would seem that effective training must encourage and support informal 
learning both during and after training (Terrion, 2006). 
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Gasco et al. (2004) indicates in the study of them, deals with the influence of 
IT (Information Technology) in HRM (Human Resources Management) and more 
specifically on training policy, by means of the experience in this field. For this study 
go into more depth about the characteristics of the training model designed by 
organization to face new environments, the technologies used, the actions which 
have had most impact, the disadvantages and the success factors that have been 
detected trying to grow an E-learning organization. The study of this case has 
facilitated the identification of the following successful factors in a training policy: 
flexibility in time management for training; active participation by trainers; the 
establishment of control mechanisms that guarantee that the training really occurs; 
the creation of quality content; the promotion of interactive elements among trainers, 
among staff and with each other; the use of standardised and developed technologies 
and the gradual implementation of these experiences. As regards, objectives for the 
future emphasis, in the organization analysed is on maintaining progress in the use of 
E-learning as a way of adapting the training process. 
2.3.2 Strategy 
A strategy of technology is the overall plan which consists of objective(s), principles 
and tactics relating to use of the technologies within a particular organization. Such 
strategies primarily focus on the technologies themselves and in some cases the 
people who directly manage those technologies. The strategy can be implied from the 
organization's behaviors towards technology decisions, and may be written down in a 
document. Other generations of technology-related strategies primarily focus on (1) 
the efficiency of the company's spending on technology,  (2) how people, for 
example the organization's customers and employees, exploit technologies in ways 
that create value for the organization, (3) the full integration of technology-related 
decisions with the company's strategies and operating plans, such that no separate 
technology strategy exists other than the de facto strategic principle that the 
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organization does not need or have a discreet technology strategy (Floyd and Wolf, 
2010) . 
A technology strategy has traditionally been expressed in a document that 
explains how technology should be utilized as part of an organization's overall 
corporate strategy and business strategy. In the case of IT, the strategy is usually 
formulated by a group of representatives from both the business and from IT sectors 
(Floyd and Wolf, 2010). Often the Information Technology Strategy is led by an 
organization's Chief Technology Officer (CTO). Accountability varies for an 
organization's strategies for other classes of technology. Although many companies 
prepare an overall business plan each year, a technology strategy may cover 
developments somewhere between three and 5 years into the future (Smith, 2003). 
The United States have identified the need to implement a technology 
strategy in order to restore the country's competitive edge. In 1983 Project Socrates, a 
US Defense Intelligence Agency program was established to develop a national 
technology strategy policy, and this shows the importance of application systems and 
infrastructure and operation in this area (Saunders et al. 2010). 
2.3.3 Data Quality 
There are a number of theoretical frameworks for understanding data quality. A 
systems-theoretical approach influenced by American pragmatism expands the 
definition of data quality to include information quality, and emphasizes the 
inclusiveness of the fundamental dimensions of accuracy and precision on the basis 
of the theory of science (Ivanov, 1972). One framework, dubbed "Zero Defect Data" 
(Hansen, 1991) adapts the principles of statistical process control to data quality. A 
study conducted by Kahn et al. (2002) seeks to integrate the product perspective 
(conformance to specifications) and the service perspective (meeting consumers' 
expectations). Later, Price and Shanks, (2004) formulates a framework based on 
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semiotics to evaluate the quality of the form, meaning and use of the data. In 
addition, the International Association for Information and Data Quality (IAIDQ) 
was established in 2004 to provide a focal point for professionals and researchers in 
this field, and ISO 8000 is the international standard for data quality. This shows the 
importance of this data sharing and also the data control.  
Data sharing is the exercise of making data used for scholarly research 
accessible to other investigators. A number of funding agencies and science journals 
require authors of peer-reviewed papers to share any supplemental information (raw 
data, statistical methods or source code) necessary to understand developed or 
reproduced published research. However, a great deal of scientific research is not 
subjected to data sharing requirements and many of these policies have liberal 
exceptions. In the absence of any binding requirement, data sharing is at the 
preference of the scientists themselves. In addition, in certain situations, agencies and 
institutions prohibit or severely limit data sharing to protect proprietary interests, 
national security, and subject/patient/victim confidentiality. Data sharing may also be 
restricted to protect institutions and scientists from use of data for political purposes 
(Campbell and Blumenthal, 2002). 
According to Wikipedia (2013 c) “data and methods may be requested from 
an author years after publication. In order to encourage data sharing and prevent the 
loss or corruption of data, a number of funding agencies and journals have 
established policies on data archiving. Access to publicly archived data is a recent 
development in the history of science made possible by technological advances in 
communications and information technology”. Savage and Vickers (2009) argue that 
when researchers withhold data like this, they run the risk of losing the trust of the 
research community. Looking into these aspects, data must be share among 
employees to facilitate the work efficiently, but also must take into account permits 
participation by management levels and this can be done by data control. 
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2.4 Satisfaction and Job Satisfaction  
Satisfaction is a set of feelings and sensations that summarizes the state of happiness, 
while happiness is required to itself. It then end of human perfection, and the 
maximum each man seeks to attainable. Through this definition it is easier for us to 
understand the meaning of job satisfaction. According to Kovack (1977), job 
satisfaction is a component of organizational commitment. Spector (1997) states that 
job satisfaction “can be considered as a global feeling about the job or as a related 
constellation of attitudes about various aspects or facets of the job.”  
Strumpfer et al. (1998) indicates that there is an encouraging but complex 
correlation between positive or negative dispositions and the various components of 
job satisfaction. When satisfaction is measured at a broader level, research has shown 
that those organisations with more satisfied workers are more effective than those 
with less satisfied workers (Robbins, 1998).  
Buitendach and de Witte (2005) offer the view that job satisfaction is related 
to an individual’s perceptions and evaluations of a job, and this perception is in turn 
influenced by their circumstances, including needs, values and expectations. 
Individuals therefore evaluate their jobs on the basis of factors which they regard as 
being important to them (Sempane et al. , 2002).  
According to Neumann et al. (1988), job satisfaction among teachers can be 
expressed as their willingness and preparedness to stay in the teaching profession 
irrespective of the discomfort and the desire to leave teaching for a better job. 
Mwamwenda’s (1995) research indicates that nearly 50% of rural teachers are 
dissatisfied with their working conditions. The research also reveals that teachers in 
these areas have indicated that they would not choose teaching again as a career if 
given a second chance.  
Blood et al. (2002), in their research on speech language pathologists 
working in public schools, reveal that the longer they remained in their jobs, the 
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more likely they were to report higher levels of job satisfaction. Similarly, Rice and 
Schneider (1994) also state that, in Australia, teachers have reported that the level of 
participation in decision-making and autonomy are contributory factors in their 
levels of job satisfaction. Anderman, et al. (1991) posit the view that a school culture 
that emphasises accomplishment, recognition, and affiliation is related to teacher 
satisfaction and commitment and that principals’ actions create distinct working 
environments within schools that are highly predictive of teacher satisfaction and 
commitment.  
According to Shan (1998), teacher job satisfaction is a predictor of staff 
retention, a determinant of teacher commitment, and in turn a contributor to school 
effectiveness. Kim and Loadman (1994) list seven predictors of job satisfaction. 
They are interaction with students, interaction with colleagues, professional 
challenges, professional autonomy, working conditions, salary, and opportunity for 
advancement. However, there are also other factors that need to be considered, for 
example, class sizes, workload of teachers, changes in the school curriculum and 
labour policies which teachers have little or no control over. 
Sempane et al. (2002) define job satisfaction as “a pleasurable or a positive 
emotional state resulting from the appraisal of one's job or job experience”. Job 
satisfaction can be viewed as an employee’s observation of how well their work 
presents those things which are important to them. Simply put, “job satisfaction is an 
attitude people have about their jobs” (Chelladurai, 1999). Balzer et al. (1997) define 
job satisfaction as “… the feelings a worker has about his or her job or job 
experiences in relation to previous experiences, current expectations, or available 
alternatives”.  
Visser et al. (1997) define job satisfaction as “…the attitude of workers 
toward the company, their jobs, their fellow workers and other psychological objects 
in the work environment.” Isen and Baron (1991) surmise that “As an attitude, job 
satisfaction involves several basic components: specific beliefs about one’s job, 
behaviour tendencies (intentions) with respect to it, and feelings about it”.  
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Camp (1994) defines job satisfaction refers to the extent to which these needs 
and values are satisfied in the workplace. In conjunction with this, Robbins (1998) 
surmises that job satisfaction is based on “the difference between the amount of 
rewards workers receive and the amount they believe they should receive.” Because 
job satisfaction may be an indicator of whether individuals (a) will be affectively 
connected to an institution, (b) will merely comply with directives, or (c) will quit 
(Ma and Macmillan, 1999), principals ought to have some understanding of the 
factors that influence teachers’ satisfaction with their work lives and the impact this 
satisfaction has on teachers’ involvement in their schools, especially when changes 
are implemented.  
Farrugia (1986) has demonstrated that non-academic staff experience job 
satisfaction as a result of teaching a group of pupils or standard they feel comfortable 
with; appreciation expressed by parents, authority and pupils; passing on knowledge 
and values to others; teaching their favorite subjects; working with colleagues and 
exercising autonomy.  
Participation in decision-making has been reported to contribute to job 
satisfaction among Australian teachers (Rice and Schneider, 1994). While in Japan, 
Mwamwenda (1995) indicates that job satisfaction among teachers was associated 
with freedom to do their work as they saw fit, a sufficient supply of learning material 
and equipment, a good salary, a reasonable class size as well as the support and 
cooperation of colleagues.  
Wisniewski and Gargiolu (1997) have also demonstrated that teachers’ job 
satisfaction in Poland is associated with freedom to do what they wanted, 
encouragement received from those in authority, participation in decision and policy 
making, adequate supply of teaching and learning resources, good salary, 
cooperation from pupils, parents and teachers, and participation in school 
management.  
Van der Westhuizen and Smit (2001) have reported that there is a tendency 
worldwide towards job dissatisfaction in education in South Africa. Their research 
indicates that educators display dissatisfaction with the introduction of a new 
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education policy, new post structures and unfair appointments. In a study of black 
female teachers (Du Toit, 1994), job satisfaction was observed to be a function of 
pupils behaviour, job security, relationships with colleagues and pupils, and teaching 
as a task.  
2.5 Job Satisfaction in Administration  
Job satisfaction is described as how content an individual is with his or her job. The 
happier people are within their job, the more satisfied they are said to be. Job 
satisfaction is not the same as motivation, although it is clearly linked. Job design 
aims to enhance job satisfaction and performance; methods include job rotation, job 
enlargement and job enrichment. Other influences on satisfaction include the 
management style and culture, employee involvement, empowerment and 
autonomous work position. Job satisfaction is a very important attribute which is 
frequently measured by organizations (Parvin and Nurul Kabir, 2011). 
Job satisfaction plays a significant role in change ambiguity tolerance and has 
significant effects on managerial and organizational performance (Nicolaidis and 
Katsaros, 2011; Brooks, 2000). It is mainly defined as a positive emotional state 
resulting from the pleasure an employee derives from the job (Locke, 1976; Spector, 
1997); the affective, emotional and cognitive attitude held by an employee about 
various aspects of their work, (Nicolaidis and Katsaros, 2011; Wong et al., 1998). 
Affective events theory suggests the followings; 
1- That job satisfaction is influenced by current emotions at any given time 
along with the emotional reactions history (Fischer, 2002). 
2- That emotional labor requirements affect employees behavior and may 
result in work-events, daily hassles and uplift (Weiss and Cropanzano, 1996). 
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Relatively, situational theories assume that the interaction of variables such as 
task, emotional and individual characteristics also influence job satisfaction (Hoy and 
Miskel, 1996). With respect to the above, organizations may gain more in job 
satisfaction by removing sources of emotional dissatisfaction in the workplace and 
placing the responsibility for job satisfaction on the managers. However, from the 
researcher’s perspective and assumption, dimensional impacting can be more 
effective through self - efficacy and employee commitment.  
2.5.1 Self – Efficacy  
Self-efficacy is defined as individuals beliefs about their capability to mobilise 
cognitive resources and courses of actions needed to successfully perform a specific 
task within a given context (Bandura, 1997; Ballout, 2009). Occupational self-
efficacy reflects the conviction of a person that he/she can execute behaviours 
relevant to their own work. According to Schyns and von Collani (2002), 
occupational self-efficacy is relatively stable due to its correlations to personality 
characteristics. However, occupational self-efficacy can be assumed as less stable 
than general self-efficacy, that is, it might be more easily influenced by 
corresponding experience. 
Self-efficacy is also broad enough to allow comparison between different 
types of jobs or professions (Schyns and von Collani, 2002), thus considering self-
efficacy is useful for investigations in the context of work and organisations. Schyns 
and von Collani (2002) have found first evidence for its usefulness in organisational 
research and practice as indicated by the positive correlation between occupational 
self-efficacy and job satisfaction as well as organisational commitment.  
Introducing a short version of the occupational self-efficacy instrument, 
Rigotti et al. (2008) report that there are positive correlations between occupational 
self-efficacy and job satisfaction as well as performance in five different countries. 
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Berings et al. (2007) also prove that there are positive correlations between 
occupational self-efficacy and some learning styles.  
In a more recent study, Abele and Spurk (2009) notice that occupational self-
efficacy measured at career entry (with a different instrument as Schyns and von 
Collani, 2002) had a positive impact on salary and status three years later as well as 
on salary change and career satisfaction seven years later. Thus, it can be said that 
the level of occupational self-efficacy before entering the labour market might be 
important for future career success.  
2.5.2 Employee Commitment 
Employee commitment is defined as the feeling of loyalty that employees have 
towards the organization that they work for, which largely depends on the extent to 
which they believe in the values and aims of the organization and feel personally 
involved in the task of making the organization successful. And over the last two 
decades many studies have been carried by researchers towards variables that appear 
to contribute to either job satisfaction or organizational commitment.  
These variables are presented by Glisson and Durick (1988) into roughly 
three groups:  
(a) Variables that describe characteristics of the job tasks performed by the 
workers;  
(b) Variables that describe characteristics of the organizations in which the 
tasks are performed; and  
(c) Variables that describe characteristics of the workers who perform the 
tasks.  
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A study by Huang and Hsiao (2007) shows that job characteristics are the 
most important determinant of commitment and satisfaction. This implies that 
managers can implement job redesign to improve employees’ loyalty, identification 
and commitment. This involves the level of skill variety, task identity, task 
significance, autonomy, and feedback of the job. Results show that the better a firm’s 
working conditions and organizational climate are, the higher satisfaction and 
commitment level its employees may hold.  
Besides the strategy of job redesign, changing management style is a useful 
strategy for management to promote employees satisfaction and commitment (Huang 
and Hsiao, 2007). Although the social context of the previous study was Asian, the 
authors claim that the effects of personal factors on satisfaction and commitment in 
both societies are consistent with the Western society. Job satisfaction and 
organizational commitment are closely related, but still can be recognized as two 
separated constructs (Porter et al. 1974).  
Bateman and Strasser (1984) believe that commitment is a precursor of 
satisfaction. However, as opposed to Bateman and Strasser (1984) and Porter et al. 
(1974), Curry et al. (1986) and Currivan (1999) have indicated that there are no 
relation between satisfaction and commitment. More recently, Huang and Hsiao’s 
(2007) findings show that the reciprocal relation between commitment and job 
satisfaction fits the data best. According to analysis by Currivan (1999), the 
dominant view in the literature assumes job satisfaction causes commitment and this 
assumption is supported by (Wallace, 1995). 
Conclusively, there are four causal orders between job satisfaction and 
commitment;  
(a) Job satisfaction precedes commitment,  
(b) Commitment precedes job satisfaction,  
(c) Job satisfaction and commitment have a reciprocal relationship and 
(d) Job satisfaction and commitment have no significant relationship.  
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Although the literature cannot give total clarity about the causal order of job 
satisfaction and organizational commitment, the majority of the literatures have 
shown that job satisfaction is causally related to commitment and as a precursor of 
commitment. Therefore, job satisfaction will be used as a antecedent of commitment. 
Although organizations spend millions of dollars each year in their attempts to 
comply with fair employment laws, many organizations continue to have problems 
with employees who perceive unfair treatment in promotion decisions. Procedural 
justice refers to the perceived fairness or equity of the procedures used in making 
decisions regarding the distribution of rewards such as promotion. Previous studies 
have indicated a positive relationship between procedural justice and organizational 
commitment. However, these findings are related to the effect of unfair selection 
decisions on organizational commitment instead of specifically focusing on justice 
perceptions in promotion decisions. Because employee perceptions of unfairness 
may result in negative consequences for organizations, the purpose of examine the 
significance of procedural justice in promotion decisions in predicting organizational 
commitment.  
Organizational commitment has been assessed using Mowday, et al. (1979) 
Organizational Commitment Questionnaire (OCQ). This instrument consists of 15 
items, nine which are positively scored and six which are negatively scored. The 
reverse scoring reduces the possibility of response set bias. The items ask workers to 
express their agreement or disagreement with various statements (e.g. ''I am willing 
to put in a great deal of effort beyond that normally expected in order to help this 
organization be successful''), using seven-point scales (1 = strongly disagree, 7 = 
strongly agree). Reliability for the scale in this study was = 0.88, which is 
comparable to previous studies. 
Control variables as workers increase in age, tenure, and job prestige, they 
experience higher levels of organizational commitment (Marsh and Mannari, 1977). 
Specifically, older employees with higher levels of tenure may experience higher 
levels of commitment than younger workers with less time invested in the company 
(Meyer and Allen, 1984). In addition, the effect of job prestige on commitment leads 
to the inference that employees holding management positions should have higher 
levels of commitment than employees in hourly positions. Thus, the calculation of 
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the equation has included age, employee position, and organizational tenure as 
control variables. The difference between female and male perceptions of fairness 
has been examined by several researchers with differing results. While several 
studies have found that differences exist in fairness perceptions between men and 
women (Brockner and Adsit, 1986; Tata, 2000), Witt and Nye (1992), indicate that 
there is no difference between the two groups. Considering the recent interest in the 
glass ceiling for women and its potential effect on perceptions of fairness (Lemons 
and Jones, 2001 refer to Lemons and Danehower, 1996), gender is also included as a 
control variable. 
Baruch (1998) believes that employee attitudes are making organizational 
commitment less important than in previous years. Because many organizations seem 
to be more concerned with profits than people, he feels that commitment is a 
construct whose time is past. Additionally, Becker et al. (1996) also indicate that 
“commitment to supervisors was positively related to performance and was more 
strongly associated with performance than was commitment to organizations”. On 
the other hand, Benkhoff (1997) has conducted empirical research in Germany and 







2.6 The Demographic of the Study 
Demography is the statistical study of living human populations. It can be a very 
general science that can be applied to any kind of dynamic living population, i.e., one 
that changes over time or space. It encompasses the study of the size, structure, and 
distribution of these populations, and spatial and/or temporal changes in them in 
response to birth, migration, aging and death (Wikipedia, 2013 a). 
In a study by Perl and Griffin (2009) study about 21st century end-user 
attitudes toward Information Technology, demographic variables have been 
considered as moderator variables. However, due to time constraints, only 
demographic variables of gender, age, and education are chosen as the most likely to 
influence the outcome of the survey.  
Most research in the area of computer phobia and end-user attitudes toward 
computers have centered on these three demographic variables. The demographic 
variables are presented on the cover page of the questionnaire. Respondents are given 
boxes to check. Numbers from 1 to 5 were assigned to all possible responses, 
depending on how many responses are possible for each variable. 
A model presented by Fishbein and Ajzen (1975) shows that individual 
viewpoints or beliefs about objects lead to attitudes towards them. These viewpoints 
or beliefs may arise from experiences or what others say. If an individual’s viewpoint 
or belief is positive, then attitude is also positive. Attitudes, in turn, may lead to 
certain behavior patterns towards an object such as a challenge to pursue or 
something to avoid. Consequently, these behavior patterns or intentions affect the 
individual’s actual behavior towards the object. Behaviors in turn affect beliefs and 
are able to modify an individual’s viewpoint towards an object. 
Fishbein and Ajzen (1975) have hypothesized that manifesting a certain 
behavior about an object reinforces individual attitudes Whereas, behaviors that are 
not reinforced may change an individual’s beliefs either positively or negatively, and 
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